DOCUMENT RESUME

ED 316 014 EC 230 020

AUTHOR Davis, Clarole M., Comp.; And Others

TITLE Business Practices and Resources. Job Match: Together
for Good Business.

INSTITUTION Nebraska Univ., Omaha. Center for Applied Urban

SPONS AGENCY

Research.
Administration on Developmental Disabilities (DHHS),
Washington, D.C.

REPORT NO ISBN-1-55719-177-8

PUB DATE Feb 87

GRANT DHHS-S0DJ0100

NOTE 121p.; For related documents, see &C 230 016-018.
Portions of the document have small print.

FUB 1UP%® Guides - Non-Classroom Use (055) -- Reference

Materials - General (130)

EDRS FRICE MFO1/PCO5 Plus Postage.

DESCRIPTORS Adults; Business; Definitions; =»xDisabilities;
Erployers; *xEmployment Potential; Industry; =Job
Placement; Models; =»x0lder Adu.ts; On the Job
Training; =*Supported Employment; *Training Methods
ABSTRACT

Intended for use with business andé industry
personnel, tihe resource directory is part of a kit designeé to
demonstrate how individuals with aisabilities and older persons can
be assimilated successfully into the labor force. The first chapter
provides an overview of employment projects with specific emphasis on
jobs that may provide potential for persons with snpecial needs. This
chapter also lists about 55 references and provides an appended
listing of sample jobs with potential for persons with special needs.
The second chapter identifies some of the programs, models, and
innovations that industries have used to successfully employ persons
with Jdisabilities. These include competitive employment, supported
employment, job piacement nrograms, work stations or enclaves in
industry, mobile work crews, and affirmative industries. Chapter 3
describes companies and model programs that have been successful in
employing older workers. Models include part time employment, job
re-design and job sharing, retraining, transition to retirement, and
full time employment. Chapter 4 lists resources that can provide
information about various types of adaptations and accommodations as
well as companies and organizations that supply information about
employment of persons with special needs. (DB)

AEAEXKAEAAAAAEXAEAAKAA AT AAERA R AEAR AKX AAAAR AKX AR AARARA AR RARAKRAKRRKR A AR XNk ok Xy Ak kkk k¥

* Reproductions supplied by EDRS are the best that can be mad: *

* from the original document. *
AKX A KKK AR KR KK A AR R KA KA AR KK KR AR K A KRR KX KA R AR KA KR AR IR A KK R KA KA KA RRR KRR KR KRR




ED316014

Aruitoxt provided by Eic:

Business Practices
and
Resources

b ol

SCOPE OF INTEREST NOTICE

The ERIC Facility hua assigned
:hiu document for proceasing
(H

‘I
Y

In our judgment, this document|,~ +-
15 8180 of interest to the Clear
inghouses noted to the right.
Indexing should reflect thewr
special points of view.

U.S. DEPARTMENT OF EDUCATION
Ottice of Educational Reseatch and improvement

EDUCATIONAL RESOURCES INFORMATION

/ CENTER (ERIC)
5 This documeni has bgen reproduced as

received trom the person or organization
onginating it

O Minor changes have been made to improve
reproduction qualty

® Points of view or opinions stated in this docu-
ment do not necessarly represent otticial
OERI posiion or pohicy

“PERMISSION TO REPRODUCE THIS
MATERIAL HAS BEEN GRANTED BY

Univ. of Nebraska

Center for Public

Affairs Research

TO THE EDUCATIONAL RESOURCES
INFORMATION CENTER (ERIC)."

TOGETHER
FOR GOOD BUSINESS

BEST COPY AVAILABLE



BUSINESS PRACTICES AND RESOURCES

Carole M. Davis
Lois Rood
Floyd T. Waterman
Compilers

Claude W. Whitehead
Contributing Author

February 1987

O

Center for Applied Urban Research
College of Public Affairs and Communrity Service
University of Nebraska at Omaha

The Univarsity of Nebraska—An Equal Opportunity/Affirmative Action Educational Institution

}

ERIC v

Full Tt Provided by ERIC.



Published by

Center for Applied Urban Research
Ccllege of Public Affairs and Community Service
University of Nebraska at Omaha
Omaha, NE 68182
Telephone (402) 554-8311
February 1987

ISBN 1-55719-177-8

Project Staff

Principal Investigator and Project Manager: Floyd T. Waterman
Instructional Designer: Lois Rood
Content Consultants: Lois Rood and Karen Faison
Community Sarvice Associate: Carole M. Davis
Editors: Mary Kenny Baum, Sharon delLaubenfels,

and Gloria Ruggiero
Cover: Denise Sambasile
Graphics: Joyce Carson and Bruce McCcorkindale
Word Processing: Loni Saunders
Composition and Layout: Joyce Carson

Successful Job Matching and Job Placement Systems for the
Developmentally Disabled and the Older Worker

This material was produced pursuant to a grant from the U.S. Department of
Health and Human Services, Office of Human Development Services, Administration
on Developmental Disabilities, to the Center for Applied Urban Research, University
of Nebraska at Omaha. Gr.atees undertaking such projects under government
sponsorship are encouraged to express freely their professional judgment in the
conduct of the project. Points of view or opinions stated here, therefore, do not
necessarily represent policy or position of either the U.S. Departmrent of Health
and Human Services or the University of Nebraska.

Grant No. 90DJ0100
Project Officer: William Pituman

ii



National Advisory Committee

Michael Callahan, President, Marc Gold and Associates, Syracuse, NY

Richard L. Drach, Consultant, Affirmative Action, E. I. DuPont deNemours and
Company, Wilmington, DB

* Carol Dunlap, National Project Director, Electronic Industries Foundation,
Washington, DC

Steve Gallison, National Job 8pecialist, Horticulture Hiring the Disabled,
Gaithersburg, MD

Stephen Greenspan, Acting Director, Connecticut’s University Affiliated Program on
Developmental Digabilities and Associate Professor of Bducational Psychology,
University of Connecticut, Storrs, CT

Irwin Kaplan, Manager Rehabilitation Training Programs, Federal Systems vaxsxon.
International Business Machines (IBM), Gaithersburg, MD

Lynn Meyers. Assistant Director, Handicapped Placement Programs, AFL/CIO, Human
Resource Development Institute, Washington, DC

Bernard E. Nash, Program Specialist, Worker Equity, American Association of
Retired Persons (AARP), Washington, DC

A. Philip Nelan, F.S.C., Ph,)D., Director, Handicapped Employment Programs,
Nutionul Restaurant Association, Washington, DC

William [ittman, Program Officer, Employment Initiative Administration on
Developmental Disabilities, U.5. Department of Health and Human Services,
Washington, DC

Rudyard Propst, Education Director, Fountain House, Inc., New York, NY

Raymond Sanchez, Director, Employment Initiative Adn inistration on Developmental
Disabilities, U.S. Department of Health and Human Services, Washington, DC

Edward Sloan, Senior Equal Employment Opportunities Representative, Marriott
Corporation, International Headquarters, Washington, DC

Claude W, Whitehead, National Consultant, Employment Related Services,
Washington, DC

i1l



Acknowledgments

Deep appreciation is expressed to the individuals who were kind enough to
review the written materials in this kit. They di¢. so at an inconvenient time,
but, nevertheless, they gave of their professional expeitise cheerfully and without
compensation. We wish to thank the following for their excellent suggestions and
comments: Billie Dawson, Eastern Nebraska Community Office on Retardation;
Richard Drach, DuPont; Carol Dunlap, Electonic Industries Foundation; Eric Bvans,
Nebrasta Governor’s Council on Developmental Disabilities; Deb Johnsen, Mid-
Nebrasha Mental Retardation Cervices; Irwin Kaplan, IBM; Cheri Kahrhoff,
Northwestern Bell Telephone Company; Don Moray, Eastern Nebraska Community
Office on Retardation; Bernard E. Nash, American Association of Retired Persons;
A. Philip Nelan, National Restaurant Association; David Powell, Nebraska
Association of Retarded Citizens; Rudyard Propst, Fountain House, Inc.; Lyn
Rucker, Nebraska Region V Menta! Retardation Services; Joha A. Savage, Booz,
Allen and Hamilton, Inc.; Edward Sloan, Marriott Corporation; Tony Suazo, AFL/CIO
Human Resources Development Institute; and Claude W. Whitehead, Employment
Related Services. i

Thanks are also expressed to Connie Sutherland who reviewed and edited the
scripts for the audio-cassette tapes. We also thank Russell Smith, Director of thc
Center for Applied Urban Research for his encouragement and support of this
project.

Lois Rood
Floyd Waterman

iv



Wavicy,
Cd "ﬁ

Office of

C DEPARTMENT OF HEALTH & HUMAN SERVICES Human Development Services

Assistant Secretarv
Washington DC 20201

While serving as Commissionzr of the Administration on
Developmental Disabilities, I had the opportunity to develop
an Fmployment Initiative Campaign for employment of workers
with disabilities. I am pleased to say that our campaign
goals have not. only been achieved, but exceeded. This
success is due to the dedicated efforts of Governors'
Planning Councils, various government committees and
commissions, and, most importantly, employers who share our
vision of economic self-sufficiency for all Americans with
special needs. We have come a long way: more persons with
disabilities are working but we still have far to go.

In the next century, the public and private sectors must
work together toward a better transition for people with
developmental disabilities from special education programs
into the world of adult challenges and opportunities. Work
provides not only financial benefits, but therapy; it
contributes to self-identification and self-worth and is an
economic necessity for most of us. The Employment Initiative
offers great challenges and opportunities for developing and
implementing creative approaches to this transition.

Researchers at the Center for Applied Urban Research,
University of Nebraska at Omaha, found that manv mythes and
stereotypes exist. They found that labels such as "disabled"
and "older worker" sometimes create barriers to employment
for these workers who have job skills but who also have
special needs. Their investigation into the employment
programs serving both individuals with disabilities, and
older persons, revealed the need for closer cooperation
between the public and private sectors. While some employers
fear that accommodations will be elaborate or expensive, they
are often very simple and inexpensive. Frequently, the
employee can identify the best solution to the problem.

A vast and valuable pool of individuals with special
needs are available and qualified for work. Although
training materials exist to explain how employers can meet
legal requirements, few provide specific information about
developing partnerships between employers and human service
agencies to tap the resources of workers with special needs.
These materials will be useful to employers and will foster a
job match that creates good business.

b

an K.;s;der, Ph.D.
Assistant Secretary
for Human Development Services



BUSINESS FRACTICES AND RESOURCES
A Note From the Compilers

Introduction and Purpose

This training Kkit, Job Match: Together for Good Business, is designed to
assist business, industry, and human service agency personnel prepare to employ
workers with special needs. Readers should refer to the booklet, Introductory
Guide: How to Use This Kit, which explains the contents and purpose of the kit.
Four instructional modules address finding, hiring, training, and supporting
workers who are older or who have disatilities. Audio-cassette tapes and a
videotape are also provided. This volume ig a directory of businesses and human
service agencies that are actively employing and placing workers with special
needs.

While designing this training kit we developed the term workers with special
needs (individuals with disabilities and older persons) to describe the target
population. We decided the task of finding, hiring, training, and supporting
workers with special needs was feasible because the real issue was msaximizing
an individual's abilities in the workplace for the benefit of a particular employer.

The concepts of age and disability are relative. The perception of age is
largely dependent on the person’s self-concept, other people’s perceptions, and
the age of the individual in relation to the average age of other individuals in a
particular field. For example, an athlete may be considered old at 30, but an
orchestra conductor may not peak until age 60.

Individuals are handicapped not only by physical, emotional, and mental
limitations beyond their control, but also by the attitudes of others and the lack
of services and resources to accommodate disabilities. An individual is
handicapped by the severity of the limitation in performing the same tasks as
others within a particular environment. For example, a person with paraplegia who
uses a wheelchair but has access to a job that enhances capabilities with
adaptive equipment is not handicapped in the same way that a person who lives
i a community where no jobs or adaptive equipment are available.

Business Practices and Resources is a resource ¢iccctory that demonstrates to
bucinesses and human service agencies how persons with special needs are
employed successfully in a variety of settings. " 1is directory contains four
chapters. The first, by Claude Whitehead, provides an overview of employment
projections with specific emphasis on jobs that may provide maximum potential
for persons with special needs. The second chapter lists some of the programs,
models, and innovations that industries use to successfully employ persons with
disabilities. Chapter 3 describes the companies and programs that have been
successful in employing older workers. Chapter 4 lists resources that can provide
information about various types of adaptations ard accommodations as well as
companies and organizations that supply information about employment of persons
with special needs.
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Chapter 1

Employment Opportunities of the Future
for Persons with Special Needs

Claude W. Whitehead

Employment Projections

Projections of employment growth (U.S. Department of Labor, 1984)
provide target areas for exploration as job opportunities for persons with
special needs. Total emplovment is projected to reach almost 123 million in
1995, a gain of almost 16 million jobs from 1984. About nine out of ten of
these new jobs will be added in a service-producing industry (transportation,
communication, public utilities, trade, finance, insurance, real estate,
miscellaneous services, and government). The remainder are projected to be
goods-producing jobs (manufacturing, construction, mining, and agriculture).

Personick (1985) suggests that one component of the broadly defined
service-producing sector, the misceilaneous services sector (which includes
business, personal, and medical services), will account for almost half of the
16 million new jobs. By 1995, this sector is expected to account for more
than one of every four jobs in the U.S. economy.

The business services industry is projected to have the most new jobs
and the second-fastest rate of growth among 149 industries studied (U.S.
Department of Labor, 1985). The continued shift toward contracting out some
firm operations and growth in demand for computer software and other types
of modern business services are factors underlying this development.

Jobs in durable goods manufacturing industries are projected to rise by
about 1.5 million, but this growth will be partly offset by a 0.1 million
decline in nondurable goods jobs. Employment in manufacturing is projected to
just top 21 million by 1995, slightly below its 1979 peak.

Of the projected 122.8 million workers for 1995, 8.9 million are expected
to be nonagricultural, self--employed, and unpaid family workers. The number
of self-employed persons has been rising in recent years, especially during
the cyclical downswing. When new hiring is tight, some people go into
business for themselves or supplement their salaried jobs with side
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businesses. Most self-employed jobs are concentrated in trade or service
industries. Personick (1985) indicates that despite the shrinking iraportance of
the cyclical factor, the projected continued shift to service sector employment
will contribute to the growth of self-employment--by increasing the demand
for business and professional consultants, for example.

The business sector growth is attributed to two major causes, both of
which have implications for employment for persons with special needs.
First, many new types of services are integral parts of modern business
operations; second, firms have found it more efficient to contract out many
of these services rather than rely on in-house staff. An outside contractor
can maintain a large specialized staff and enjoy the economies of ccale not
possible for each individual firm. For permanent services, such as security
or janitoriai, overhead and managerial expenses are reduced by contracting
out, and for one-time or infrequent operations, it is often quicker and
cheaper to hire outside expertise (or labor) than to develop it in-house.
Contracting out for the proliferation of new services required in today’s
economy has strongly spurred employment growth in the business services
industry.

Employment in the data processing portion of the computer industry also
will increase but much less rapidly than jobs in programming and software
services. However, hardware developments which will allow more on-site
processing and repetitive data processing tasks generally require less highly
specialized skills than programming and software services. These
developments in new hardware and software now permit a firm's nontechnical
personnel (or contractors) to perform routine processing, presumably bringing
jobs within reach of our target population.

The temporary help industry is another business service with potential
for rapid growth. Firms have become more successful in using temporary
help to meet peak loads and to weather business cycle swings without having
to nire or fire permanent employees. Also, more workers may be willing to
work as temporaries in coming years because of the opportunities for
flexible scheduling and part-time employment. Between 1978 and 1983,
employment in temporary help agencies grew a rapid 6.6 percent a year, and
in 1984 alone the job level increased another third. The use of temporaries is
expected to increase 5 percent a year.

Trade industries also top the list of growth areas. Employment ir
wholesale and retail trade and in eating and drinking establishments is

1



expected to grow by 4 million to more than 28 million by 1995. Of special
interest is the projected shift in the type of eating establishments--from
dominance by fast-food restaurants to more sit-down (labor-intensive)
restaurants as a result of the increase in the older population and their
preference for a more relaxed meal. Other retail establishments projected to
show large job gains include grocery and department stores, general
merchandise stores, fuel and ice dealers, household appliance stores, and
furriers.

The health care industry is expected to sustain its growth of the past
decade, but the cost-containment measures recently initiated are expected to
cause a shift from the general hospital to less intensive and less expensive
nursing homes, extended care facilities, and home-based care. The needs of
the expanding elderly population also will be a factor in the shift.

Employment in the insurance industry is not expected to show relative
growth, but the industry is likely to become more automated, with functions
once requiring skilled underwriters becoming feasible for clerical personnel.

Private household workers are expected to continue their long-term
employment decline, however, the rate of the decline is expected to be
considerably slower than the rate of the decline over the past decade,
according to U.S. Department of Labor projections (1985). This surprising
finding or projection is contrary to expectations of demand growth in light of
the steady current increase in the number of two wage-earner families.
Recent. reports of markets for crews of household cleaners using workers
with disabilities suggest that the market may grow if performance is
assured, as it is in the case of special crews.

The expansion of detailed industries and the changing occupational
structure of industries are factors that affect employment. For example, the
growth of health-related occupations is tied closely to the growth of the
health services industry, but the growth of the banking industry has little
direct impact on the health occupations.

The main causes of changes in occupational structure within industries,
according to Personick (1985), are (1) changes in technology, (2) changes in
business practices and methods of operation, and (3) changes in product
demand. Technological innovations may increase or reduce labor requirements
(or reduce <Xill requirements).
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In addition to technological innovations, changes in business practices and
methods of operation affect the occupational structure of an industry. For
example, the growing practice of businesses contracting out building cleaning
services will reduce the proportion of employment accounted for by janitors
and cleaners in most industries. However, the negative effect of this trend on
employmeni of janitors will be offset by significant gains in employment in
the business cleaning services industry.

These changes in business practices have a major impact on the types of
innovative models and strategies that can be ceveloped to meet the needs of
industry while still providing employment opportunities to people with special
needs. These innovative models and strategies are discussed in Chapter 3 of
Instructional Module II, Building Effective Partnerships: A Win-Win Approach.

Implications of Job Projections

In order to assess the implications of the U.S. Department . Labor’s
forecasts it may be helpful to summarize the findings which seem to have
significance for this analysis of job opportunities of the future:

®m High technology growth: good and bad news--technology will assist in
overcoming physical limitations, reduce the impact of decisionmaking
requirements, and expand the range of feasible jobs. But, the high
technology field is relatively small (although growing rapidly) and,
consequently, overall impact is likely to be limited.

®  Assumption that advanced technology requires higher skill is challenged
(National Academy Press, 1984). Sometimes a lesser skill is required;
advanced technology may reduce the skills needed, for example, through
the use of new diagnostic tools.

® Improved technology is having another impact on jobs, especially service
occupations. As a result of medical/health technology expansion, the
ge~eral population is living longer (getting older), thus, changing the type
and character of service needs (market for services). Implications for
employment for the target populatioa include:

-- Food service industries are likely to shift from fast-food to sit-down

restaurants as the elderly customers’ influence expands. This would
expand the range and variety of unskilled and semiskilled jobs.

1o



-~ Health care is expected to shift from intensive and acute care
services to more nursing home and extended care services as a result
of continued cost escalation (and increased government efforts to
control expenditures) in acute care. Also, as the needs of older people
become more significant and they require longer periods of health
care but are unable to afford the general hospital services, the shift
away from acute care will expand. This has potential in the job
opportunities for aides, attendants, and assistants. Closely related to
growth in extended care services is home health care, another area
receiving attention in an effort to contain costs and create a more
personal environment,

By the year 1990, the nursing home industry alone is expected to increase

its employees by 42 percent. According to that industry’s 1990 projections, the
United States will require 587,000 additional beds, and jobs for 14,700
administrators, 22,000 medical and allied health persons, 19,600 therapists,
49,900 licensed practical nurses, 35,600 registered nurses, and 194,300 nurse
aides (Shannon, 1985).

Automation may eliminate some routine jobs, but it also will create new
jobs. For example, modular construction techniques are enjoying increased
popularity in equipment manufacturing, resulting in ease of repair--the
defective module (component) is simply replaced. One illustration is the
computer industry--computer manufacturing is automated to the extent that
assembly and repair can be completed by assembling (or replacing)
prefabricated modules/components, a task involving far less skill than
was required in the original equipment design.

Part-time and temporary jobs are expected to increase, expanding job
opportunities for persons who are unable to physically sustain a full
workweek,

The practice of contracting for services is growing and expected to
continue to expand as cmployers become more profit-conscious (U.S.
News and World Report, 1985). This would permit the current crew,
labor/work crew model popular in supported employment, to expand to
new fields of business and industry.

Private temporary placement offi~ers are also popularized among

employers who hire older workers. Dun and Bradstreet hires older workers
through the New Life Institute. A Chicago bank employs older workers on a

5
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part-time basis through its own temporary-help firm, Ready Work Force.

Another large corporation contracts with Mature Temps to employee retirees
(Sandell, 1985, p. 38, 39, and 43).

® Companies are finding it advantageous to break manufacturing and

production operations into smaller, more autonomous units (Carncs, 1984),
moving away from large industrial plants. This change also includes
relocating jobs to the employees’ homes, a change made possible through
development of electronic terminals which can be linked to central
computers. Both changes have implications for persons with special’ needs.
The shift to smaller components could focus attention on the continuing
need for on-the-job support of employees and the move to home-based
employment could open the job market for persons with mobility and
other transportation problems or needs. The advantages and disadvantages
of these two types, however, need further consideration.

Small business enterprises operated by individuals with special needs are
an untapped opportunity made more feasible with improvements in
vocational education programs. A variety of enterprises have been funded
through various federal resources (for example, Small Business Adminis-
tration loans, federal/state human service agency resources, and
government grants), most often as demonstration projects. As experience
is gained and technical assistance resources are developed, the self-
employment option should expand considerably.

It is important to note that the pathway to operating a business enterprise

is most often through experience as an employee. Self-employment is not
generally a beginner’s option.

Labor turnover (hiring, firing, and replacement costs) is expected to
increase irn the future. The turnover problem could represent another
opportunity for job placement agencies serving persons with special needs
to refer job-ready workers. This option assumes that there has been
screening and eveluation of worker candidates, which is superior to the
traditional services provided to worker candidates by public and private
employment agencies. [. addition, the ability of agencies to provide
follow-up and follow-along services to placed workers also will be an
incentive for employers.

Fewer youths will be competing for entry-ievel jobs as the population

ages, thus, opening the field for persons with disabilities, older workers,
and other disadvantaged groups.

1o



Growth in selected occupations and declining employment in other areas
need close examination on a state-by-state basis because of regional and
geographic differences (Rustbelt vs. Sunbelt), but, for general purposes,
service occupations are projected to have sustained growth (U.S.
Department of Labor, 1985). A variety of job clusters exist within the
category, but the following seem to be realistic and feasible targets:

Health technologists and technicians

3 Clinical laboratory technologists and technicians
Technologists and technicians, except health

0 Electrical and electronics technicians
Administrative support occupations, including clerical
O Shipping and receiving clerks

.0 Teacher aides

Other services occupations

O Food and beverage preparation (including cooks, chefs, bartenders,
waiters, and waitresses)

3 Health service occupations (including nursing aides, orderlies, and
attendants)

0 Cleaning service occupaticns (inc'iding building custodians)
O Personal service occupations (including cosmetologists)
Mechanics and repairers

0O Vehicle and mobile equipment mechanics and repairers

0 Coin machine servicers and repairers

O Industrial machinery repairers

O Office machine repairers



The above listing is a tentative projection, based upon U.S. Department of
Labor categories. Considerable additional research will be necessary at both
the national and state levels. Also, the occupation clusters listed above should
be explored from two perspectives: (1) as areas for skilled or semiskilled
placements and (2) as areas in which unskilled workers might be placed as
aides and helpers.

An abstract of the job outlook developed by the U.S. Department of Labor
(Spring 1984) is presented for jobs and job clusters which appear to have
some potential for persons who have special needs in employment (appendix ).
The reader should review these jobs using a functional approach. In other
words, one should determine the putential of a job based on the functional
requirements of that job in relation to the functional abilities and limitations
of a particular person. Labels such as "mentally retarded," "“physically
disabled," ‘'psychiatrically disabled," or "elderly'" are of little use in
determining a person’s suitability for a particular occupation.

In addition to viewing this list from a functional approach, one should
also consider the most suitable type of model or innovative approach that
could be used to meet the needs of a particular company. A variety of
possible strategies of employment could range from individual worker
employment to enclaves in industry to mobile work crews. These models are
provided in Chapter 5 of Module Il, Buiiding Effective Partnerships: A Win-
Win Approach.

Incentives for Clder Workers

A variety of new programs are being developed as employment incentives
for older workers. Cooperman and Keast (1983) describe two such programs:
Educate Public School Program (EPSP) and Midwest Public Employee
Retirement System (MPERS). The first, EPSP, permits vested employees to
retire at age 60 or older while guaranteeing re-employment in the same job
for which the older worker is qualified. This policy remains applicable
provided the retiree applies for re-employment by August of the year in
which the vested employee is seeking employment. The other example,
MPERS, was altered in 1978 to eliminate a penalty which reduced pension
benefits if an individual retired from MPERS but subsequently returned to
other employment. Thus, two previous disincentives were reversed and
became incentives for older workers to return to employment.



In the public sector, policies are gradually changing to encourage more
options for workers over age 65. Since 1972, Social Security ceilings have
been raised on the amount of money that a pensioner may earn without loss
of pension benefits. The previous ceiling was $2,400 and it is now $6,000.
After age 70 there is no loss of Social Security benefits, regardless of the
amount of earnings.

By the year 2015, the population aged 55 and over is expected to increase
to nearly 7 million, which represents one in four persons. Thirty-five million
Americans will be at least 65 years of age and it is expected that 60 percent
of that group will be females (Morrison, 1983).

Areas of Opportunity

In 1984-90 and beyond, persons with severe physical, sensory, and mental
limitations seem most likely to find and keep jobs in the following areas of
employment (Bowe, 1984):

B General Services. This area includes direct services to members of the
general public and to employers. Examples include secretarial and related
office work; hotel, motel, and convention service crews; and home
management services,

m  Special Services. This group includes jobs in which workers provide
direct services and other assistance (including devices and equipment) to
persons with special needs, such as older citizens, people with chronic
health problems, and persons with disabilities.

B Sales. This includes a variety of selling, ranging from clerical activities
to direct marketing from an office, sales room, or home.

B [nformation Services, In this group, experts, technicians, and others who
are highly skilled offer guidance and advice to corporate and individual
clients, including persons with special needs. Examples include lawyers
accountants, insurance agents, stock analysts, and personal affairs
managers.

B Entrepreneurship. People start their own businesses to take advantage of
two factors: their own special expertise and market demand that is not
being met by others. Entrepreneurs do just about every imaginable kind of
job. For persons with special needs, the business enterprise traditionally

9



has ranged from vending stand operation to business machine repair and
related business services, but ownership of a business is generally not
advised for beginners.

These five areas appear to represent the most interesting opportunities
because labor market, labor force, worker characteristics, and accommo-
dation aid factors converge to create particularly favorable conditions. The
areas . re described below.

General Services. Opportunities in this area are very attractive for many
persons with special needs for a number of reasons. First, many, if not
most, of these jobs require little in the way of previous education and
training because they usually feature employer-provided training. Many
employers insist on doing their own training of general services workers and
discourage highly educated people from entering such jobs. Given that many
persons with vocational limitations have educational-attainment levels lower
than the average for the general public, this characteristic may make this
area appealing for many.

Second, competition for such jobs generally is very limited, compared
with the demand in many other fields. Third, and important to this discussion,
the number of openings in this area is projected to grow very rapidly until
the end of the century. Fo rth, for employees of fairly large corporations,
upward mobility is often possible because many such companies offer
employees training at the firm’s expense. Fifth, investment in technology to
aid such workers is surprisingly inexpensive. The use of personal computers
and personal work stations in the office, for example, is growing
exponentially. Such devices are easy for many persons with physical
limitations to use &nd, increasingly, the technological advances are such that
some computers can convert written text to voice for persons without vision.
Within the next 5-10 years some machines will also hear for workers who
are hearing impaired.

Special Services. Opportunities in this group likely will explode in
number at least until the year 2030 because the population of older and
disabled individuals will grow rapidly during this period. The move away
from institutions and toward community care, as in independent living and
home health care services, for example, adds to the growth in this realm of
employment (U.S. Department of Labor, 1985). And, becauss many older
people and people with severe disabilities have firsthand experience with
limitations of activity as well as with effective and inexpensive solutions to
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the common nroblems of daily living, they can call upon their own experiences
to help meet L.i. needs of other people with special needs (Bowe, 1984).

Technology is providing one major reason for explosive growth in the
special services area. Reasonable accommodation aids and devices are
increasing in number and effectiveness even as they are drupping in price.

Sales. The most interesting reason for highlighting sales as a pocket of
opportunity for persons with special needs is that telemarketing is
increasingly becoming the most popular technique. It is much less costly,
companies find, to operate with 800-numbers or WATS lines than it is to
send salespeople to visit customers (or to maintain showrcoms). In response
to this new opportunity, increased numbers of businesses with products to sell
are installing computerized systems which provide significant data about sales
prospects at a job site, possibly in a remote or otherwise isolated location,
even in the home of the individual. Orders are recorded, invoiced, and shipped
through the same new technical system. These same devices can provide, with
fairly minor adjustments, one-key capabilities so that persons with severe
physical disabilities can operate them effectively.

Information Services. As our society becomes increasingly complex,
individuals and corporations need increasing amounts of information upon
which they can base decisions (U.S. News and World Report, 1985). But, the
real need is for interpretation, analysis, and synthesis of data, especially in
financial, legal, and legislative areas. Other kinds of information services
are also highly valued in today’'s society.

Entrepreneurship (Self-employment/Business Enterprise). Persons
entering this area should be aware of the requirements of skill in producing
a commodity or service as well as the need for marketing and business
management skills. Someone starting a business needs to know the particular
field or work very well and must have the kinds of contacts that will get the
enterprise initiated properly and efficiently. Good financial and marketing
advice is essential. Jt is very important that persons seeking to enter this
arena have good technical assistance. The Small Business Administration
(SBA) has excellent written resources and manuals. The SBA also has
consultants who can be made available on a volunteer basis or at minimal
cost.

The opportunities for employment of workers with special needs will
depend largely upon employers developing an awareness of the potential for
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this large group. More companics will begin to utilize the vast pool of
workers with special needs because of the decreased availability of younger
workers.

Opportunities will also depend .upon installation of newer. personnel
policies and programs, such as flexible scheduling, part-time employment,
consultant arrangements, contracting, and mobile work crews and
accommodating health needs (perhaps sit-down work stations rather than
standing). It will require new approaches to finding, hiring, training,
supervising, and maintaining workers with special needs, Finally, it may
require the development of a new alliance between business and human
service agencies. This training kit is designed to help a business take
advantage of the potential of the older worker and the worker with
disabilities.
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Appendix

Sample of Jobs with Potential fr.r Persons with Special Needs

Cluster Estimated Percentage change Numerical change
subgroup, employment in . 2ployment in employment
and (Number) (Percent) (Number)
occupation 1995 1995 1995

HEALTH TECHNOLOGISTS AND TECHNICIANS:

Clinical

laboratory

technologists

and

technicians 209,000 40 83,000

Employment prospects: Employment expected to grow faster than average due to
the importance of laboratory tests in medical diagnosis and treatment, the health
care nceds of a growing and aging population, and broad coverage of clinical
laboratory services under public and private health insurance.

TECHNOLOGISTS AND TECHNICIANS, EXCEPT HEALTH:

Electrical

end

electronics

technicians 366,000 61 222,000

Employment prospects: Employment expected to increase much greater than the
average due to increased demand for computers, communications equipment,
military electronics, and electronic consumer goods. Opportunities will be best for
graduates of post-secondary technical programs.

ADMINISTRATIVE SUPPORT OCCUPATIONS INCLUDING CLERICAL:

Shipping

and

receiving

clerks 365,000 18 66,000

Employment prospects: Employment expected to increase more slowly than average
due to automation and the conceniration of these clerks in slow-growing
industries, principally manufacturing and wholesale trade. Nonethelsgs, many job
opportunities are expected because the occupation is large.
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Health Service Occupations--

Dental
assistants 153,000 42 64,000

Employment prospects: Employment expected to grow faster than average because
of greater demand for dental care and dentists’ desire to increase productivity by
using assistants for routine tasks. If the abundant supply of dentists leads to
lower patient loads, however, dentists may hire fewer assistants and employment
would grow more slowly than currently anticipated.

Nursing aides,
orderlies, and
attendants 1,218,000 35 423,000

Employment prospects: Employment expected to grow faster than average due to
increasing demand for health care of a larger and longer-living population.
Numerous job openings are expected, especially in nursing homes and other long-
term care facilities.

v

Cleaning Service Occupations---

Building
custodians 2,828,000 28 779,000

Employment prospects: Employment expected to grow about as fast as average as
the number of office buildings, factories, hosptials, schools, apartment houses,
and other buildings increases.

Cosmetologists 519,000 20 103,000

Employment prospects: Employment expected to grow about as fast as average as
demand for beauty shop services rises. Opportunities for part-time work should be
very good.

MECHANICS AND REPAIRERS:

Automotive body
repairs 155,000 26 41,000

Employment prospects: Employment expected to increase as fast as average due
to growing numbers of vehicles and traffic accidents.

Automotive
mechanics 844,000 38 324,000

Employment prospects: Employment expected to grow faster than average due to
the growing number of automobiles. Job opportunities will be plentiful for persons
with formal training.
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Other Mechanics and Repairers--

Cola machine

servicers

and

repairers 31,000 38 8,700

Employment prospects: Employment expected to grow about as fast as average due
to the growing number of coin-operated machines in service. Excellent prospects
are expected for persons with a background in electronics,

Industrial
machinery
repairers 330,000 29 95,000

Employment prospects: Employment expected to grow about as fast as average due
to the need to maintain complex machinery used increasingly in manufacturing,
coal mining, o0il exploration, and other industries.

Offi..e machine
repairers 56,000 72 40,000

Employment prospects: Employment expected to grow much faster than average as
the number of machines increases. Employment prospects will be good.

CONSTRUCTION OCCUPATIONS:
Carpenters 863,000 29 247,000

Employment prospects: Employment expected to grow about as fast as average due
to increasing construction of new structures and alteration and maintenance of
old ones. Carpenters with all-round training will have the best prospects.

Cement

masons and

terrazzo

workers 95,000 43 41,000

Employment prospects: Employment expected to increase faster than average due
to growing construction activity and greater use of concrete as a building
material.

Drywall
applicators
and tapers 76,000 41 31,000

Employment prospects: Employment expected to grow faster than average due to
increasing commercial and residential construction.
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Insulation
workers 47,000 44 20,000

Employment prospects: Employment expected to grow faster than average as
emphasis is placed upon energy efficiency of houses and other buildings.

Painters 362,000 234 82,000

Employment prospects: Employment expected to grow about as fast as average as
more workers are needed to paint new and e:xisting buildings and industrial
structures,

Roofers 102,000 27 27,000

Employment prospects: Employment expected to increase faster than average due
to use of air-conditioning and heating ducts and other sheet-metal products in
new construction and high demand for more efficient air-conditioning and heating
systems in existing buildings.

PRODUCTION OCCUPATIONS:

Blue-collar
worker
supervisors 1,200,000 27 320,000

Employment prospects: Employment expected to increase about as fast as average.
Nonmanufacturing industries, especially trade and services, will account for a
large part of the increase.

Bookbinders 30,000 20 6,100

Employment prospects: Employment expected to grow about as fast as average in
response to growth in the printing industry. Opportunities for machine bookbinders
are expected to be better than those for hand bookbinders.

Dental
iaboratory
technicians 51,0001 26 13,000

Employment prospects: Employment expected to grow about as fast as average due
to rising incomes, growing popularity of orthodontal work, and the increasing
number of older persons who require dentures. Intensified competition asmong
dentists could lead to more aggressive markcting of orthodontal and restorative
dentistry, causing demand tor dental laboratory services to rise even more,
Excellent opportunities are expected for graduates of approved programs.
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Furniture
upholsterers 37,000 8 3,100

Employment prospects: Employment expected to increase more slowly than average
as people buy new furniture instead of reupholstering the old.

Assemblers 1,313,000 25 332,000

Employment prospects: Employment expected to increase about as fast as average.
Because most jobs are in durable goods industries, economic conditions and
national defense spending will continue to affect job prospects.

Truck
drivers 2,402,000 24 578,000

Employment prospects: Employment expected to grow about as fast as the average
due to growth in the amount of freight being shipped. Keen competition is likely
for jobs in this high-paying occupation.

HANDLERS, EQUIPMENT CLEANERS, HELPERS, and LABORERS:

Construction

laborers

and

helpers 576,000 29 165,000

Employment prospects: Employment expected to grow about as fast as average,
Job openings should be plentiful because turnover is high.

Source:  Occupational Outlook Quarterly U.S. Departmen. of Labor, Bureau of Labor
Statistics, Spring 1984,
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Chaprer 2

Employing or Placing Workers with Disabilities

As America’s younger work force diminishes, employers will find
increasingly that workers with special needs, (those who have disabilities and
older workers) are & great untapped resource. Unique situations must be
addressed if this vast pool of workers is to be used properly. Some workers
with speciai needs will require specialized training and some will require
continuing support after employment. Business and human service agencies
will need to forge a new alliance, a partnership.

Table 1 lists the opportunities and challenges for employers, for workers

with special needs and for society (adapted from Generations: Quarterly
Journal o1’ the American Society on Aging).

Table 1

Opportunities and Challenges for Employing
Workers with Special Needs

OPPORTUNITIES CHALLENGES

For Employers: For Employers:

B A loyal, dependable, productive # Develop nondiscriminating
work force, practices in hiring and

B Assistance in training employees retaining employees.
to accomplish a specific job. M Design accommodations, if

@ Lower turnover with employees needed, to compensate for
committed to being successful special needs on a specific
on the job, job.
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Selecting the best

worker for a job, regardless of
special needs.

Meeting requirements of section
504 of Vocational Rehabilitation
Act,

Maintaining long-time employees
who have been injured or become
ill while working for the
company.

For Workers With Secial Needs:

Pay for work performed.
Sense of self-worth and
productivity.

Opportunity to participate in
an integrated setting.
Opportunity for removal of
sense of isolation.
Contribution to family and
society.

x Society:

24

Enhanced perception of the role
of persons with special needs
in the work setting.

Integriated opportunities for
able~bodied people and persons
with disabilities to meet and
become acquainted.
Opportunities for persons, once
dependent on society, to become
independent of social welfare
programs.

B Develop in-house seminars
and communication devices
that teach nondisabled
employees the benefits
that workers with special
needs bring to the job
and discourege thu use of
labels and prejudicial
statements.

B Bxpand work options for
all employees--job
simplification, redesign,
accommodations.

8 Deveiop a mentor program
where one employee
teaches another.

N Bxplore different models
of suported work including
enclaves, work crews, and
on-the-job ¢xperience,

For Workers With Special Needs:

B Learn a new job thoroughly
and adapt, when necessary,
when the job changes.

B Develop skills in
community access,
including transportation
and restaurants.

B Develop social skills
necessary to get along
smoothly on the job.

For Society:

B Enact laws and statutes
that are nonprejudicial to
persons with special needs.

8 Pducate the general public
about the abilities of
persong with disabilities,

@ Discourage the use of
labels and derogatory
terminology when speaking
of or to persons with
special needs,
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Introduction

Persons with special needs are being employed in all kinds of jobs and
industries. Fifty-one companies and nine industries that have hired persons
with special needs are listed in Disabled Americans at Work, edited by Ralph
Rathburn and prepared for the President’s Committee on Employment of the
Handicapped by The Dole Foundation. Personal success stories of employees
in each of the companies are cited. Some of the companies listed are
American Express, Dow Chemical, Honeywell, General Motors, Marriott
Corporation, and Texaco. The Menninger Foundation of Topeka, Kansas,
publishes a list of Projects With Industry (PWI) that is also helpful.

Some compauies employ both older workers and workers with
disabilities; but some companies employ mostly older workers, while others
employ mostly workers with disabilities. In chapter 2, employment of
workers with disabilities is discussed, while Chapter 3 addresses employment
of older workers.

This chapter includes lists of companies and human service agencies that
actively employ or place workers with disabilities. It is divided into the
following sections: Competitive Employment, Job Placement Programs,
Supported Employment, Work Stations in Industry (Enclaves), Mobile Work
Crews, Affirmative Industries, and Company-sponsored Training and
Employment Programs for Persons with Disabilities.

This list of businesses, industries, and agencies is only a sampling of
those that include persons with disabilities in the work force. Employers who
are unable to locate a local business that is performing the type of placement
or training listed in these examples should contact a human service agency,
such as the state’s Developmental Disabilities Council, or the state’s
Governor’s Committee on Employment of the Handicapped, or the local
offices of the Vocational Rehabilitation Services.

Competitive Employment

Competitive employment refers to persons with disabilities competing for
and getting jobs in the community that are normally filled by nondisabled
persons. These individuals receive the same pay and benefits as other
employees. Many companies, including those listed below, are discovering that
persons with disabilities are valuable and dependable employees.
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Manufacturing Industries

Varian Associates, Inc., Palo Alto, California, operates under an
affirmative action program to employ and advance persons with disabilities.
Recruiters are assigned to maintain contact with community organizations in
order to locate qualified applicants. Employment covers the entire spectrum of
jobs. Varian uses a four-step process in interviewing, hiring, and training
individuals with special needs: (1) Contact is made either through an
assistance agency or the individual; (2) An interview is held and reasonable
accommodations are discussed; (3) The medical department is notified to set
up any emergency aid that may be required, and necessary personnel ure
notified (for example, supervisors, first aid teams, and human resource
managers); and (4) Training needs are evaluated. Job simplification is often
used to assist individuals with disabilities to learn required work skills.
Reasonable accommodations are made when necessary, for example, special
equipment was purchased to assist a blind employee perform a clerical
position.

E.LL. Instruments, Inc., Sparks, Maryland, most frequently aires
persons who are physically disabled. They also hire older workers, bit find
that local agencies have not been referring them despite company requests. In
order to locate qualified applicants who are disabled or older, the company
has employees serve on boards and councils of community organizations. They
also frequently contact job agencies. Individuals with special needs are
employed in shipping and receiving, maintenance, telemarketing, and office and
technician areas.

The company follows a four-step procedure when recruiting,
interviewing, hiring, and training individuals with special needs. The
procedure is as follows: (1) The department supplies the human resources
office with a job description for the open position; (2) Human resources
personnel evaluate all possible sources of candidates; (3) Special needs
organizations are contacted first (if they have a candidate, they are given a
few days lead on other sources); (4) Human resources personnel schedule
interviews and arrange for job or physical modification plans. The company
will try any accommodation that enhances an employee’s opportunity to be
productive. Training is always on-the-job and individualized.

The company is small and does not have a formal awareness training
program for line supervisors. Supervisors and coworkers are educated on a
case-vy-case basis. The attitude of the company toward hiring individuals
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with special needs is generally positive. Company officials think that
businesses can handle social problems more effectively than government.

The Eaton Corporation, Cleveland, Ohio, hires individuals with special
needs. Those hired most frequently are persons with physical and
developmental disabilities, but Eaton also hires older workers. As part of
their handicapped program, the corporation has an outreach program with
public human service and rehabilitation agencies to locate qualified applicants,
Individuals with special needs are hired for jobs at all levels. Each person ;s
carefully matched with a particular job. Reasonable accommodations are
included as part of the handicapped program. Engineers analyze jobs and adapt
tasks and the environment to accommodate individuals with special needs.
Training programs are also modified to facilitate learning of required work
skills. Generally, company officials treat individuals with and without special
needs as equals.

Not only does Steelcase, Inc., Grand Rapids, Michigan, have a firm
commitment to hiring persons with disabilities (as well as re-employing
persons who have become disabled on the job), it alsc supports an enclave
within the corporation. Under the leadership of Robert C. Peu, Chairman of
the Board and Chief Executive Officer, the company began working with
Hope Rehabilitation Network, Inc. (HRN). HRN established the enclave within
Steelcase to provide vocational experience and skills to people with
disabilities who wanted to enter or return to the work force. The program,
Special Training and Employment Project (STEP), is housed in 5,600 square
feet of the Steelcase desk plant. Workers with disabilities learn to perform
assembly and production jobs; more than 200 persons have participated in this
program since 1981,

Finance and Insurance

Mutual of Omaha, Omaha, Nebraska, hires individuals with special needs
for all levels of employment. The company is a member of the WORKNET
PWI program, whose purpose is to obtain employment for individuals with
disabilities and to help employers find qualified applicants. Applicants can
voluntarily fill out a handicapped/veteran identification form to be considered
under AAP. The form briefly describes an individual’s disability or need for
a reasonable accommodation. The company uses specialists to analyze jobs and
adapt tasks or the environment or both. Reasonable accommodations are made,
if necessary. Training programs are also modified to help individuals with
special needs learn required work skills, for example, telecommunication
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devices are available for deaf employees. Telephone amplification, assistance
with or reassignment of duties or both, optocon equipment, readers, and foot
switches on machines are also available. An interpreter is provided for
hearing impaired individuals for meetings and training classes. All line
supervisors attend Equal Employment Opportunity (EEQ) training classes.

Job Placement Programs

Job Placement programs emphasize placing job-ready applicants. Job
placement is a function of most programs, but this designation is used for
programs that focus on job placement.

Personnel Training and Consulting (PTC), Chillicothe, Ohio, is an
employment agency that focuses on producing competitive employment
opportunities for individuals who are mentally retarded or developmentally
disabled. The agency assesses the needs of the business community., PTC
links the labor needs of industry with the employment needs and capabilities
of qualified workers with disabilities. Workers are referred to PTC by
agencies and individuals. PTC's staff trainers, and sometimes company
personnel, provide training to employees; employers provide supervision on the
job.

Worknet, Career Design, Inc., Omaha, Nebraska, is a business and
industry initiated program to assist qualified and skilled individuals with
disabilities gain competitive employment. It is a no-fee program that is
available to anyone who has » vocational disability. All applicants are screened
during an initial interview to ensure that they are eligible and able to benefit
from the program.

The program is managed by an executive advisory board whose members
are drawn from participating companies and community rehabilitation agencies.
WORKNET is administered by a professional staff of career specialists who
are experienced in rehabilitative services and job placements. Additional
guidance is provided by an employment committee, an awareness committee,
and an awards committee. Each of these committeces is chaired by a member
of a participating company.

WORKNET is a pilot program of the Center for Corporate Public
Involvement of the American Council of Life Insurance and the Health
Insurance Association of America.



Job Path, Nuw York, New York, was established by the Vera Institute
of Justice to enable individuals with developmental disabilities to make the
transition to competitive employment. The program provides training and
placement for individuals with mild retardation, learning disabilities, and
hearing impairments. 5

Once participants are accepted into the program, they are assigned
immediately to a training site, usually in a public sector or nonprofit
organization, based on their skills and abilities. Most jobs are in the service
sector and include positions such as food service worker, clerk, mailrcom
worker, porter, maintenance worker, messenger, and housekeeper.

Participants usually remain in the program for about 6 months.
Participants become eligible for permanent job placement toward the end of
the training period or when they are deemed job ready. Participants are
matched carefully with prospective jobs according to their interests and
skills. A Job Path training consultant or marketing represeniative accompanies
a participant on job interviews.

Marketing representatives meet regularly with potential employers to keep
informed of local needs for labor and to identify appropriate areas for
training. An active Business Labor Advisory Committee (BLAC), consisting of
about 35 individuals from the community, me